Melding key concepts from structuration theory with the organizational field framework, this article builds on current work establishing a micro foundation for neoinstitutional organizations theory. First, the author presents a synthesized theoretic approach to explore the institutionalization process. Then, applying the framework to data from a case study of a welfare-to-work program, the article examines the institutionalization process from the standpoint of one group of organizational actors (social service workers). The analysis shows that institutionalization can be a highly contentious process enacted by knowledgeable actors who engage, reject, and at times transform the value-laden structures in which they are working.
variables play in determining the specific nature of confluence between welfare policy and social work practice in a given setting. A main argument advanced in this article is that to understand the resilience of the societal myths referred to by Wacquant, it is important to refine the lens through which we examine the process by which these myths are transfigured into material conditions.
There is a growing body of work developing the theoretical perspectives and methodologies to incorporate a multilevel analysis of institutions, organizations, and individual agency (Barley & Tolbert, 1997; Fligstein, 2001; Sillince, Harindranath, & Harvey, 2001 ). This article offers a synthesis of the literature incorporating neoinstitutional (NEI) theory's focus on the interplay of institutions and organizations with the notion of the duality of structure developed in structuration theory (Barley & Tolbert, 1997; Fligstein, 2001; Giddens, 1984; Sewell, 1992) . This synthesis is advanced as a multilevel framework incorporating the macro (institutional), mezzo (organizational), and micro (intraorganizational) levels of analysis. After explicating the theoretical synthesis proposed, this multilevel approach is applied to a specific case study of a nonprofit organization operating a welfare-to-work (WtW) training program within a string of in-house business enterprises to demonstrate the utility of the theoretic synthesis.
NEI Theory
The sociological body of work known as NEI organizational theory (DiMaggio, 1982; DiMaggio & Powell, 1983; Fligstein, 1985 Fligstein, , 1990 Meyer & Rowan, 1977; Zucker, 1977 Zucker, , 1983 Zucker, , 1988 posits that organizational rules and behavior are informed by societal values, norms, and rules dominating the organization's external environment. The foundation of NEI organizations literature is built on the notion that it is legitimacy over-and sometimes at the expense of-efficiency that propels structural convergence in organizations in a given industry or field (DiMaggio & Powell, 1983; Meyer & Rowan, 1977) .
According to NEI theory, the three mechanisms of organizational isomorphism in specific fields are hypothesized to be (a) mimetic (e.g., the imitation of successful forms in an industry or field niche), (b) normative (e.g., the spread of certain modes of practice by professionals in structurally equivalent positions throughout an industry), and (c) coercive (e.g., the regulation of industry or fields by government or courts; DiMaggio & Powell, 1983, p. 150) . For example, in their analysis of employee training programs, Scott and Meyer (1994) argue that two institutional mechanisms have shaped the incorporation of employee-sponsored training in firms in the United States. First, state and professional organizations introduced regulations enforcing ongoing training in certain industries, and second, over time, there arose a taken-for-granted shared belief that training is desirable. As this belief becomes more widely diffused, training programs are increasingly institutionalized, which is to say, they are adopted rapidly across sectors without much attention to, or evaluation of, the specific technical nature of the training components. Instead, training programs proliferate regardless of training outcomes as a nod to the legitimating forces in the field that enforce the notion that training is valuable (Scott & Meyer, 1994) . The deterministic flavor of the NEI formula for the transfer of values and norms from the organizational field to the organizational form has been increasingly challenged. In recognition of the (over) emphasis in NEI theory on the "taken for granted character" of the institutional logics, rules, beliefs, and myths undergirding activity in a field or sector, the unreflexive aspects of NEI organizational theory are coming under fire (Oliver, 1991;  see also Sandfort, 2003; Weaver, 2000) . Current work (Barman, 2002; Oliver, 1988 Oliver, , 1991 White, 1992) characterizing organizations as strategic actors responding to shifting conditions in the external field continues to invigorate the landscape of NEI theory but more can be theoretically done to elucidate the interplay between structure and agency from the perspectives of individual actors and groups of actors within organizations.
The Neoinstitutionalists and Structuration Theory
As discussed above, the major critique of the NEI school is the deterministic, unidirectional depiction of the transfer of norms and values from organizational field to organizational structure with minimal description of the agency exercised by individuals within the organizational context (Scott, 1995;  for good review of the critique, see Fligstein, 2001 ). In reality, human actors in organizations operate with certain frames of meaning and negotiate the rules they act within constantly, setting up an unofficial set of operating technologies as they do so (Lipsky, 1980; Sandfort, 2003; Weick, 2001 ). Yet institutional theory lacks the conceptual apparatus to explore the position, power, and contestations of actors operating within institutionalized systems. As DiMaggio (1988) explains, In this section, I provide a rationale for a combined use of neoinstitutionalization theory with structuration theory (Giddens, 1984) to gain further insight into the role of strategic actors within institutionalized organizational structures.
Although structuration theory (Giddens, 1984) has been criticized as difficult to operationalize (Mouzelis, 1991; Sewell, 1992) , this article argues that structuration theory provides important and useful conceptual tools for extending the limitations of NEI theory in two key areas. First, structuration theory provides a definition of structure that includes agency (addressing the most prevalent critique of NEI). Structuration theory (Giddens, 1984) defines structure as composed of rules and resources, which are virtual until perpetuated through the social processes that invoke them and by that invocation, legitimated.
Although the virtual nature of rules and resources has been fiercely debated, a close reading of Giddens (1984) reveals that he acknowledges the actual materiality of resources "such as raw materials, land, etc" (p. 33). Giddens suggests that structuration is the process whereby materials become resources as they are employed for use in one particular fashion and not another. He implies that actual material objects remain virtual resources until engaged for use in a particular way. This brings Giddens in alignment with other theorists writing on the duality of structure, such as Sewell (1992) , who argues that it is when patterns of resource mobilization according to certain rules or schemas "mutually imply and sustain each other over time" that the combination of the two "may properly be said to constitute structures" (Sewell, 1992, p. 13) .
Many who use structuration theory define structure in this way (Orlikowski, 2000; Sandfort, 2003) . In Orlikowski's (2000) analysis of technology use and Sandfort's (2003) analysis of WtW programs, different "virtual" rules or assumptions mobilize "actual" resources (e.g., software, computers, a telephone bank) in particular ways and not in others. For example, in one of the WtW programs Sandfort studies (Helping Hand), the staff assume that welfare clients can get work if they want to (the "rule"). This rule structures the use of computers and phones in the program (the "resources"). In Sandfort's example, the phones at the WtW program Helping Hand, although obviously not "virtual" objects, only become a "resource" through the structuration process when they are engaged for monitoring attendance and not for assisting with job searches. Incorporating this definition of structure from structuration theory, a definition that includes agency, into the analysis of institutionalized organizational forms in a given field provides tools for a more sophisticated analysis of the relationship between field and form.
Second, the central tenet of structuration theory, that the enactment of structure by knowledgeable agents can transform structure, allows for a fuller analysis of the contestation of different actors involved in the institutionalization process. NEI, to the extent that it focuses on agency, or action, proposes that in contrast to rational-actor accounts, in "modern systems, much action is conducted by authorized collective agents of one sort or another" (Jepperson, 1991, p. 158 ) rather than by self-calculating individuals. Devices from structuration theory allow NEI to focus the analytic lens on the actors operating within those collective systems enacting the structural patterns of collective action. A key aspect of the definition of structure introduced in structuration theory is that structure is both constraining (in that the virtual rules provide a restricted range of action) and enabling (in that through the strategic enactment of rules, structures can be transformed). This suggests that inherent in any structural constraint are the tools for liberation (Giddens, 1984; Sewell, 1992) . Agency, according to these theorists, is defined as the power to mobilize resources in service of a different set of underlying assumptions (or rules or schemas), thereby transforming structure (Fligstein, 2001; Sewell, 1992) . Structuration theory's conception of the transformative potential inherent in structure provides the very devices to uncover what many scholars find that NEI is, as it stands, "unable to develop," namely, "predictive and persuasive accounts of the origins, reproduction, and erosion of institutional practices and organizational forms" (DiMaggio, 1988, p. 11) . Though many NEI theorists themselves recognize institutionalization "as a process is profoundly political and reflects the relative power of organized interests and the actors who mobilize around them," to date much of the empirical work has not been able to go much farther than to showcase the shortcomings of NEI theory in elucidating this process (DiMaggio, 1988, p. 13) .
Combining the organizational fields framework advanced in the NEI literature with elements of Giddens's (1984) structuration project has been suggested by Neil Fligstein (2001) to analyze the interplay between field and organizational form through a concept called "social skill" and by Barley and Tolbert (1997) to analyze the stages of institutionalization in normative patterns of behavioral "scripts" within an organization. This article builds on their contributions to develop a multilevel framework.
nature of the institutionalization process in action across a multilevel of analysis (see Table 1 ).
Macro-Level Analyses
At the macro level (the study of institutions), NEI posits that institutions are based on values and norms that are essentially taken for granted in a given environment. These can be as broad as Western enlightenment-based notions of progress and the primacy of scientific knowledge or as narrow as the widespread acceptance that training programs are beneficial. The combined framework (hereafter referred to as NEI/S) allows for a focus on the formation and perpetuation of institutions (aka schemas or organizing logics) in a given organizational field. NEI/S extends the NEI school's (DiMaggio & Powell, 1983; Meyer & Rowan, 1977) conception of fields structured by the logics and norms to include room for the active transformation of institutions by the "social skill" of organizational actors (Fligstein, 2001) . By integrating Fligstein's (2001) concept of "social skill," defined as the ability to challenge, initiate, and/or enforce institutional norms based on inherited position, power, and accumulated resources and the state of the field, NEI/S allows the study of institutions to be fully explored as socially constructed and maintained in a politicized social environment by actors of varied power and access to resources. Furthermore, NEI/S can more deeply examine the strength and depth of institutions, which are not equally penetrating (Barley & Tolbert, 1997) and must be studied with this in mind. Some possible gradations might be age (old vs. new institutional logics), strength (weak vs. powerful institutional logics), and some measure of intensity (fundamental vs. derivative institutional logics).
Hypothesis 1: Institutions vary in their ability to penetrate actions (Barley & Tolbert, 1997) . Hypothesis 2: Institutions can be altered through the social skill of (organizational or individual) actors (Fligstein, 2001; Giddens, 1984; Sewell, 1992) . Hypothesis 3: Inherited position, power, and accumulated resources combined with the state of the field affect the ability of actors to exercise social skill to influence institutions (Dorado, 2005; Fligstein, 2001; Giddens, 1984) . (Barley & Tolbert, 1997) . Hypothesis 2: Institutions can be altered through the social skill of (organizational or individual) actors (Fligstein, 2001; Giddens, 1984; Sewell, 1992) . Hypothesis 3: Inherited position, power, and accumulated resources combined with the state of the field affect the ability of actors to exercise social skill to influence institutions (Dorado, 2005; Fligstein, 2001; Giddens, 1984 (Martin, 2003) . Hypothesis 5: Organizations may respond differently to institutional pressures depending on external field conditions and internal organizational capacities (Barman, 2002; Dorado, 2005) (continued) distribution. to preserve legitimacy.
Mezzo-Level Analyses
Hypothesis 6: Analysis of strategic action involves attention to knowledgeability, motivation, and interpretation of the dialectic of control (Giddens, 1984) . Hypothesis 7: Actors draw on structural properties of the social system in strategic action. These properties can be categorized as structures of legitimation, domination, and signification (Giddens, 1984) . Hypothesis 8: Agency is defined as the ability to mobilize resources according to a different set of schemas than are currently employed (Sewell, 1992 likens the relationship among institutions, organizational fields, and organizational forms to electric forces interacting with atoms, each atom with a distinctive makeup of electrons that interacts with the electrical current in a singular way. Similarly, each organization in a given organizational field adopts institutional logics according to its own culture and structures yielding a unique confluence between field and form. The NEI/S framework, at the mezzo level, can employ structuration theory to peel away the black box of the organization. Structuration theory enriches the potential of the NEI analysis by providing a more specific conception of structure than NEI has developed on its own. Defining structures as resources directed in certain patterns of use according to schemas or assumptions (Sewell, 1992) is useful for examining the confluence of institutional logics with preexisting organizational structures. Mapping the official blueprints for organizational activities and the rationales that support these blueprints captures the confluence of organizational structure and institutional logics in the field.
Hypothesis 4: Each organization in a given organizational field adopts institutional logics according to its own culture and structures, yielding a unique confluence between organizational field and form (Martin, 2003) . Hypothesis 5: Organizations may respond differently to institutional pressures depending on external field conditions and internal organizational capacities (Barman, 2002; Dorado, 2005) .
Micro-Level Analyses
NEI does contain a limited discussion of the informal operating technologies that emerge within institutionalized organizations decoupled from the formal structures imported from the external field (Meyer & Rowan, 1977) , a discussion that implies active negotiation of structure by intraorganizational actors. Drawing on the aspects of structuration theory that characterize structure as enacted by knowledgeable actors, with specific frames of meaning, NEI/S provides the analytic tools to examine the "agency" of different human actors operating within institutionalized organizational structures. In what Giddens (1984) describes as the "analysis of strategic conduct," three main elements of agency are examined: (a) the actor's knowledgeability, (b) motivation, and (c) "an interpretation of the dialectic of control" (p. 289).
Methodologically, this can be approached by studying the emerging organizational scripts (Barley & Tolbert, 1997) enacted by different categories of organizational actors allowing for an examination of the informal aspects of decoupled structures in institutionalized organizations. NEI/S can be employed to further develop this micro analysis of intraorganizational dynamics by examining the elements of the structural environment that actors draw on for strategic action (e.g., structures of signification, domination, and legitimation) as articulated by Giddens (1984) .
Hypothesis 6: Analysis of strategic action involves attention to knowledgeability, motivation, and interpretation of the dialectic of control (Giddens, 1984) . Hypothesis 7: Actors draw on structural properties of the social system in strategic action. These properties can be categorized as structures of legitimation, domination, and signification (Giddens, 1984) . Hypothesis 8: Agency is defined as the ability to mobilize resources according to a different set of schemas than are currently employed (Sewell, 1992) . Hypothesis 9: Because of their organizational positions and the dialectic of control, different groups of organizational actors may have more or less agency relative to other organizational actors.
The synthesis of NEI/S provides the theoretical tools to answer questions at the micro level of analysis that NEI cannot answer alone, such as What does the process of institutionalization look like inside an organization from the standpoints of different groups of organizational actors? To what degree have institutions permeated the activity of different organizational actors? How are these different organizational actors able to enact, engage, and transform the organizational structures that operate in relationship to the external organizational environment?
The following sections explore these questions by examining the institutionalization of welfare reform as it is operationalized in a WtW program within a nonprofit organization (a private, nonprofit charity organization operating several vocational rehabilitation programs within a string of inhouse business enterprises) that I refer to as Social Service Corporation (SSC). The SSC case analysis explores the "agency" of one group of organizational actors, the social service staff, analyzing their organizational position, knowledgeability, and interpretation of the dialectic of control.
Data and Method
This analysis is based on data collected during 3 years of ethnographic research in one of the oldest and largest social service organizations in the United States. This organization, referred to here as SSC, provides vocational rehabilitation and workforce development in an array of in-house business enterprises. SSC is located in a large American city where it has been providing employment opportunities and services for many vulnerable populations including recent immigrants, the poor, and the disabled since the early 1900s.
The data are from an exploratory, qualitative case study examining the internal organizational processes that comprise the SSC model for combining business and social service. I initially gained access to the SSC site in 1999 as part of a team conducting a program evaluation funded by the James Irvine Foundation. During a 3-year period from November 1999 to November 2002, qualitative data were collected in a newly instituted WtW program through repeated observations of all WtW program activities (classes and workshops), staff meetings, and interviews and focus groups with both staff and program participants. Agency archival data collected include the agency's WtW program grants, SSC budgets, annual reports, published SSC materials, the SSC strategic plan, and a current progress report to the SSC Board of Directors on the strategic goals. Most interviews were taped and transcribed in their totality. Data were coded in a qualitative software program called Atlas.ti.
Utilizing both a grounded theory methodology (Strauss & Corbin, 1998 ) and the extended case method (Burawoy et al., 1991) , data were collected and analyzed according to a "zigzag process" (Creswell, 1998, p. 56) , traversing from the field, to the literature, to data analysis, and back to the field. Slowly the organizational field framework emerged as a useful lens that resonated with the patterns in the data. Theoretical coding procedures were employed (Strauss & Corbin, 1998) . During this process field notes and transcripts of interviews are coded line by line (open coding). Then codes are aggregated and set in relationship to one another (axial coding). Finally, the transcripts and field notes are reviewed to look for data that might fit specific code categories (selective coding). Strategies of pattern matching (where empirical data are compared with an assertion about the case) and explanation building (where an assertion is systematically tested by empirical data and revised as each data bit is introduced) are used to test for internal validity (Erickson, 1986; J. Katz, 1983 J. Katz, /1988 Yin, 1994) .
The extended case method was applied to the data to stretch and extend existing theory, rather than to develop original theory grounded in the data. According to the extended case method of analysis, the micro situations and conditions are analyzed in a way that retains their specific, local, and historical temporal contexts. Strategies for rigor (Padgett, 1998) included (a) prolonged engagement in the field, (b) triangulation, (c) peer debriefing and limited cocoding, and (d) member checking. The name of the organizations and of the respondents have been changed to protect confidentiality.
Findings
The analysis below applies the melded NEI/S theoretic framework to the institutionalization process of welfare legislation enacted by one group of SSC's organizational actors (social service staff in the WtW program). The analysis focuses most fully on the mezzo and micro level, although a short section on the institutional context is included below.
SSC and Welfare Reform: The New Institutional Mandate
The precise definition of institutions as schemas that direct the allocation of resources (Barley & Tolbert, 1997; Sewell, 1992) can be used to study the institutionalization process of the American welfare reform of 1996, which ushered in an era of "work first" welfare legislation turning an entitlementAid to Families with Dependent Children-into a time-limited aid program with work requirements-Temporary Aid for Needy Families. The work first mandates in the new welfare legislation, like any text, can be read to uncover "the cultural schemas they instantiate" (Sewell, 1992, p. 13) . The 1996 legislation was a hastily crafted political compromise incorporating elements of right-wing concerns with the dangers of welfare dependency and left-wing analyses of an inadequate labor market. Thus, welfare reform is aptly titled the "Personal Responsibility" (read dangers of dependency) "and Work Opportunity" (read inadequate labor market) "Reconciliation Act."
The revised institutional mandate under U.S. welfare reform categorized long-term welfare recipients as having developed an unhealthy dependency on welfare (Daugherty & Barber, 2001; Gibson, 1997; M. B. Katz, 1989; O'Connor, 2001 ). This can be seen as the triumph of the "social skill" of Republicans, whose party has traditionally campaigned against rising welfare expenditures. Passed just 2 years after the Republican party gained control of both the House of Representatives and the Senate for the first time in 40 years, much of the focus of the legislation, with mandated work requirements and strict time limits, were in service of the "personal responsibility" aspect of the law. This rightward tilt to the reform is reflective of Republican lawmakers' new position of power and control of resources. Although Democratic legislators and the Democratic president both attempted to direct resources toward a stronger public infrastructure (e.g., public job creation) to counter the downward economic cycles and toward more specific skills training to bolster gains in the labor market, the Republican party successfully pushed through a more regressive form of welfare reform without those protections or specifications. The new legislation substantiates the new welfare rules by harkening on deep, long-standing cultural schemas in American society about the redemptive power and moral value of work in any form at any level (Daugherty & Barber, 2001 ; M. B. Katz, 1989) .
The Confluence of Social Policy and Organizational Rationale
The NEI organizational theorists in sociology (DiMaggio & Powell, 1983; Meyer & Rowan, 1977) stipulate that the formal structures within an organization institutionalize societal values or schemas from the broader organizational field. New NEI scholarship reminds us that organizations themselves are also important (Fligstein, 2001; Martin, 2003) . At the mezzo level, NEI/S provides the tools for a more nuanced examination of the process at SSC whereby the schemas about welfare mothers underlying welfare reform (viz., that women on public assistance have little to no work experience and suffer from dependency on welfare) are institutionalized within the SSC organizational setting. In this section, I provide an overview of the SSC organizational model followed by an analysis of how the specific organizational rationale of the SSC model (where the main mission is to provide dignity through work) creates a receptive environment for the schemas surrounding welfare reform to take root.
Overview of SSC. SSC is a private, nonprofit, human services organization that operates two major business enterprises as sites for vocational rehabilitation. The SSC model utilizes a highly separated, multidivisional form, where the social service programs and the business enterprises are each independently run, with separate budgets, goals, staff hierarchies, and operating procedures. The SSC business side is composed of two divisions: SSC Retail (a chain of retail stores where donated clothing and other items are resold) and SSC Industrial Services (which includes a distribution fulfillment service center where products are packaged for resale by corporate clients along with other services such as truck driving and storage). The SSC social services are located in the Workforce Career and Development (WFCD) division, where clients from several social service programs are recruited, case managed, and monitored as they flow in and out of the business enterprises for training and vocational rehabilitation.
According to the SSC organizational model for combining business enterprise with social service, work in any form provides dignity and a form of rehabilitation. This rationale has guided their work with developmentally disabled adults and other disadvantaged populations for many years, providing sheltered work experiences in the SSC business enterprises using teams of paid staff and clients to ensure that the balance between rehabilitation and business productivity is maintained. In the late 1990s, as SSC moved to serve a different client population (welfare recipients), this existing organizational rationale merged with the specific stereotypes surrounding welfare recipients to justify the structuring of the WtW training.
SSC and welfare reform. In the wake of welfare reform, SSC competed for and won a WtW grant to provide work experience and skills training for welfare recipients to assist in their transition to the entry-level labor market. The "target group" the SSC grant proposal describes for the prospective SSC WtW program reflects the prevailing stereotypes about welfare recipients. The employment barriers that the target group were expected to have included "lack of marketable skills," "limited or no work history," "poor frustration tolerance or limited stress management ability," "limited awareness of work expectations," "poor financial management," and "self-defeating behavior" (SSC Grant Proposal). Flowing from these assumptions about welfare recipients, SSC created a 6-month training program where welfare recipients were placed in immediate employment at SSC work siteswhich, according to the SSC model, targets welfare recipients' lack of work experience through the immediate hands-on work training. Although some attempts were made to place clients in work sites of their choice, the limited array of business enterprises also limited the choices available.
The structure of the WtW program at SSC can be analyzed per Giddens' (1984) and Sewell's (1992) conception of structure as resources directed in certain patterns of practice, patterns that are reinforced and justified by underlying schemas or values. The SSC businesses (the resources) are made available to WtW clients who flow in and out of the work sites in short shifts during which they often engage in discrete tasks such as tagging clothing in a back room, sorting clothing on the racks, or working on an assembly line. The pattern of resource allocation at SSC (the way the training is structured in the work sites) is framed as beneficial for instilling a work ethic and introducing clients to the work environment (a frame based on certain schemas about welfare and work). A different frame, such as one that recognized the need for specific skill building in a particular industry or trade for success in the labor market, would dictate a different allocation of resources, such as the development of units of training within a work site to expose clients to the various aspects of work within a given industry.
The underlying schemas about work and welfare that support the structuring of SSC's training model are invoked often by both business and social service staff to explain how welfare clients' needs are addressed. For example, Pam, the business developer for Industrial Services Division, frames the work welfare clients are doing as helpful in promoting a work ethic:
Pam: It is, it is sad because of the stereotypes that are built and ya know, I have seen people come in with not a very good attitude, but once they feel they are a part of something that is working and that they are a part of that, attitudes change right away and attitudes are catchy. When they see everybody into it, you have to have a happy atmosphere and everything within these offices and the staff is controlled as far as like we were talking before, we take on the stress in here and we inspire everyone to work, we say, "Hey you guys, you got to work a little harder, we got a huge deadline," people get excited, it is a wonderful feeling, you go out there and everything is a buzz, and everyone is working very hard and extra hard and at the end of the day everyone feels a lot better and we are making our deadlines. (Business Developer, April 24, 2000) Embedded in Pam's discussion of the welfare clients' work experience at the warehouse is the belief that welfare recipients come to SSC with "not a very good attitude" and that these attitudes, for example, the lack of work ethic, is their primary barrier to work. The "treatment" that SSC provides is a work experience in a "happy" atmosphere, with "excited" people and "wonderful" feelings-all descriptors suggesting that a change in these attitudes is the focus of the SSC intervention. As Pam says, after all the "very hard" work and "extra hard" work, the clients' attitudes and feelings have been elevated and the welfare recipient in training "feels a lot better." Jimmy, the warehouse site supervisor, uses similar language when asked about the training in the warehouse:
Interviewer: So what do you think the best or most useful part of their training in contracts in terms of preparing them for getting out there? Jimmy: The actual work experience. They are getting a chance to see how the real world work experience is like. I like to sit down and tell them that they don't have any limitations, because they don't, the only limitations they have are the ones them put on themselves. (Industrial Services Warehouse Supervisor, March 1, 2000) Jimmy states that the most useful part of the welfare recipients' experience at SSC is "getting a chance to see how the real world work experience is like," a statement that suggests that welfare recipients have never worked and need some initiation to the work environment. Furthermore, Jimmy does not mention the actual skills gained at the warehouse as important in the clients' preparation for the job market. Instead, he suggests that the limitations that the clients have are not related to job skills at all but rather to internal deficiencies that exist within the client-"the only limitations they have are the ones them (sic) put on themselves." Statements such as this imply that the key aspect to SSC's WtW program is raising morale and motivation, rather than developing concrete skills. As discussed above, these stereotypes about welfare recipients (that they are dependent and lack a work ethic) are reinforced in the societal discourse by deeper schemas in American culture about the moral value of work. Because these deeper schemas about the inherent value of work also formed an underlying rationale for the SSC organizational model for using business enterprises to provide vocational rehabilitation, SSC represents an especially fertile organization for implementing the practice of welfare reform. The social service staff, like the business staff, frame the work at SSC as servicing the needs of the welfare recipients. Here, a social service staff member frames the work effort that the welfare recipients expend as rehabilitative: In the quote above, John says that SSC provides welfare clients with exactly what they need "right now"-a direct "experience" in a work setting. He suggests that this experience is valuable because it gives the chance for the clients "to reflect on themselves." The emphasis is, again, on a need for internal transformation and not on an acquisition of skills that will assist them in the labor market. In fact, when assessing the training offered at SSC, social service staff emphasize the value of general "work orientation" skills as directly compensating for the low level of specific training offered through the WtW program: The message from social service staff about training seems to be twofold: Whereas on one hand, they assert that the training is valuable for the work routines it establishes (i.e., "you learn by going in every day") or for generalized lessons in working "under pressure," there appears to be some underlying acknowledgement that the training received by clients is not so valuable at prima facie. These quotes hint at the restrictions placed on WtW staff by the larger SSC organizational context. Constrained by a limited number of training sites in which to place their clients, it is up to staff to help clients reframe the training they receive, which may entail route tasks such as "counting tickets," as valuable experience in other more abstract skills, such as "working well under pressure." However, as the next section shows, the close working relationship social service workers share with the clients gives WtW staff access to the clients' frames of meaning, forcing them to grapple with the disconnect among the enactment of SSC's rehabilitation model (working on unvarying, routine tasks for 6 months) shored up by the deep "schemas" that justify this model (any work is useful for instilling a work ethic) with what they learn about their clients' realities (who are single mothers transitioning into an unstable labor market).
SSC Actors: Organizational Position, Frames of Meaning, and Agency
Integrating structuration theory with the NEI analysis extends the current scope of NEI to get at the processes of institutionalization in action. Structuration theory provides a number of concepts, "devices" (Giddens, 1984, p. 318 ) that can be used as conceptual tools in fleshing out the connections between actions of SSC social service staff and their particular location within the SSC organizational structure including positioning, frames of meaning, and knowledgeability.
Structuration theory, with the emphasis on the enactment of structure through agency, posits that the institutionalization process is enacted by knowledgeable organizational actors. According to structuration theory, human actors are constantly making meaning and act from frames that reflect the particular positions from which they operate. The knowledge employed by the human actor is tied to position-that is, his or her contextual position in society, in time and space, and as with this case, in an organizational setting. The focused analysis on a particular actor' frames of meaning is a concept that Giddens refers to as positioning-a tool that provides a conceptual linking between different SSC actors' frames of meaning and their engagement of the rules in which they are operating (Giddens, 1984) . The task of the social science researcher, who is operating with what Giddens (1984) calls the "double hermeneutic," is to comprehend the frames of meaning utilized by the actor in the environment. The key, according to Giddens, "is to concentrate analysis on the contextually situated activities of definite groups of actors" (Giddens, 1984, p. 288) .
Applying structuration theory's conception of knowledgeable actors, the next section explores the data collected on the activities and perspectives of one group of SSC actors (SSC social service staff in the WtW program). The data show SSC staff recognize and grapple with the underlying schemas informing welfare program regulations in ways that correspond with their organizational positioning. As Sewell (1992) says, human actors have knowledge of the schemas that inform social life . . . or put another way around, agency arises from the actor's control of resources, which means the capacity to reinterpret or mobilize an array of resources in terms of schemas other than those constituted in the foray. (p. 20) Working with these concepts of positioning and knowledgeability, the "agency" (i.e., the ability to mobilize resources "in terms of schemas other than those constituted in the foray") of this one group of SSC actors is examined. This section explores (a) the conflict SSC actors experience in their organizational positions and reviews two strategies WtW social service staff engaged to reduce their conflict in their roles, (b) "pragmatic acceptance" of the schemas about welfare and work, and (c) program adjustments.
Conflict in organizational position. In the SSC case, the institutionalized structures within SSC are enacted by social service staff. Yet these staff are not automated unthinking beings simply directing resources mindlessly, but rather knowledgeable actors with access to their clients' frames of meaning. Because of the intimacy of their contact with clients' everyday lives, SSC social service staff are aware of the disconnect between the ways that welfare clients are portrayed in the legislation and their actual struggles as single mothers entering an unstable labor market.
SSC social service staff enforce a pattern of service delivery that conforms with the schemas of welfare reform and the organizational enactment of those schemas, namely, that any form of work is social service. However, these actors simultaneously struggle with the legitimacy of the schemas that underpin the structure of their work practices. As one of the SSC social service staff members (Kimmy) discusses below, self-sufficiency (a concept that is used in the discourse surrounding welfare reform to support 5-year lifetime time limits) is redefined in terms of the structural barriers to moving out of poverty and off welfare.
Kimmy: In becoming self-sufficient, motivation is just part of it, you gotta have adequate housing, a living wage. (WtW Job Coach, August 14, 2001) As Kimmy says, there is more to surviving in the labor market than just "motivation," a client needs a job that pays a "living wage" and affords her decent housing. Over time, as the social service staff work with clients, the simplicity of the schemas about the inherent value of work and self-sufficiency become more apparent in the face of the complicated realities of their clients' lives. Furthermore, the social service staff, as evidenced in the quotes below, are increasingly aware that the work experience their clients receive at SSC has to translate into unsubsidized jobs in the labor market. The goal, as Andrea says, is a "full time job" and to secure one that is stable and that pays enough to support single-parent families is not that easy in the entry-level labor market. WtW mandates set in motion by the ambitious welfare reform funded numerous work transition programs such as the one at SSC throughout the country. But, as Regina says, "a whole bunch of certificates aren't gonna do you much good if you are unemployed." The certificates have to translate into a skill that can be commodified in the labor market, and the labor market has to absorb them. A number of WtW staff express concern that in addition to the problems with the work first ideology underpinning welfare policy goals, SSC's organizational rationale itself actually provides a disservice to the clients: child care, and have been working on attendance, but at the end, what have we given them? (WtW Case Manager, August 29, 2001) The above quotes highlight the deeper dilemma that the SSC social service staff face when attempting to move clients to an unsupportive labor market ("they are now part of the working poor") with a model that provides a limited array of work training opportunities ("what have we provided here?"). The staff's "struggle" with the idea that they are "ushering them into the ranks of the working poor" actually calls into question the underlying notion that informs the social mission at SSC, the notion that any work activity is a social service. The social service staff lament that although the SSC work sites may give clients practice in the daily practice of work routines (they spend training time "working on attendance") but in the end may not successfully transfer them to sustainable employment ("at the end, what have we given them?").
SSC social service staff are caught in a midrange position of having to enforce the rules and regulations that correspond to societal beliefs about the welfare population (that they are dependent and unmotivated) while simultaneously being exposed to the discrepancies between those beliefs and the welfare clients' actual situations. Giddens (1976) cautions that "it is an elementary mistake to suppose that the enactment of a moral obligation necessarily implies a moral commitment to it" (p. 109). In fact, for Giddens, "social order is more fully explained by a pragmatic acceptance in the absence of apparent normative or institutional alternatives" (as cited in Livesay, 1985, p. 71) .
Pragmatic acceptance. The data highlight how contentious the "institutionalizing process" in an organization can be as the value-laden goals and rules are enacted by knowledgeable actors who are actively interpreting these schemas and at times rejecting them. A finding that emerged from the interview data is the tendency of social service staff to resort to a pragmatic enactment of program regulations while simultaneously rejecting the deeper underlying schemas as a means of resolving their own personal conflicts with the welfare reform legislation.
Patterns in the data show that SSC social service staff point to what Giddens refers to as structures of "domination" in the social system to rationalize their own strategy of pragmatic acceptance of the new welfare regime. Structures of domination describe authoritative and/or allocative control that is reinforced by structures of signification and legitimation (Giddens, 1984) . In welfare reform, the new legislation set up a new authoritative mandate of welfare time limits that allocated resources primarily into work first programs reinforced by a (signifying) discourse of personal responsibility legitimated by long-standing American beliefs in the moral value of work.
A typical response from those social service staff expressing conflict with the policy goals is captured below by a staff member who is charged with the task of enforcing the work first ideology yet is not sure he believes in its major tenants:
Bob: One of my difficulties in being in this program is that I don't necessarily feel that women should be choosing work over their children. But I overcome that and realize that this is what is required of them, so let us help them meet the requirement. The government has said basically that it is more important to work than to be a parent. Or to be a parent that models work rather than a parent that stays home. That is what we deal with. (WtW Intake Coordinator, July 18, 2000) Bob, in the above quote, acknowledges the underlying values of welfare reform that structure his task routines but challenges one of the core resource-schema sets that inform the new welfare policy. Although the policy overtly talks about the value of participation in the American work ethos, another interpretation of such a massive restructuring of the welfare system is that as Bob points out, poor women are now forced to choose "work over their children." He is in the position of enforcing a dictate to which he does not "necessarily feel" sympathetic. As Sewell (1992) suggests, resource-schema sets are ambiguous and tenuous. Welfare mothers can be seen as responsible mothers or as unmotivated workers. Yet once a schema (welfare mothers as unmotivated workers) is encoded in social policy, and operationalized through the allocation of resources, it becomes a constraining structure of "domination" with which organizational actors must contend. Bob attempts to reconcile this tension between the rule and the underlying assumption it represents (e.g., that work is more important that the mother role) by reminding himself that "this is what is required of them" and as an agent of SSC's program, at least he can successfully help WtW clients "meet the requirement." Helping the clients meet the requirement is a partial acceptance of his obligation and works only to resolve his conflict over the official role he plays in enforcing these regulations. This strategy does not resolve his internal discomfort with the schemas on which welfare reform is predicated.
To reconcile these feelings, SSC social service staff typically articulate that the source of their conflict is out of their control and express a necessity to implement the policy that they are charged with enacting:
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Sue: This is a "work first" program. Whatever personal conflict we might have wondering if we are setting up our clients to become part of the working poor, we can't get around the fact that we are funded to place people in jobs. This is clearly the priority. (WtW Program Coordinator, Comment on Implementation Report Draft, February 22, 2000) Sue rejects the underlying schemas present through welfare reform, which suggest that work is inherently valuable and that welfare recipients suffer from personal deficiencies as their major barriers to work. The "personal conflict" for Sue is resolved by locating responsibility for the contradictions externally, with the "priority" of the funders. The social service staff's enactment of the WtW program guidelines does not imply a commitment to it. In the case of the social service providers, they make it very clear that although they may be fulfilling program requirements, they are doing so with a conscious disavowal of the schemas inherent in the legislation. This pragmatic strategy works for some of the staff for part of the time. The stress of reconciling the legitimacy of the program model with the realities of welfare clients' lives falls heavily on the social service staff. Although much sympathy for the clients' actual situations is expressed, their job performance is still bound up in successfully placing clients in jobs. The pressure to meet program targets for serving and placing clients can become overwhelming. Norma, one of the job developers on the social service staff, told me in an interview conducted in the 1st year of the WtW program implementation about the difficulty finding jobs for a population that has little English proficiency and low educational levels, saying, "There are no jobs, it's bad out there, there are just no jobs." When she could find jobs, they were typically the swing shift at a textile factory or packing warehouse. In discussing these positions, she said, "I don't even tell them about those jobs, it is just too depressing." A year later, in a follow-up interview, Norma reported that the stress was getting to her:
Norma: To tell you the truth, I am burned with this job. I want to maintain my sanity. I get home and begin to cry. . . . I have learned to put my sentimental feelings aside. . . . If it were up to me, I would suspend all those folks. You turned down this job and that job. I know it is not Mervyns or Macys but now don't you realize that you need to learn English and you need to learn to write?! (WtW Job Developer, August 30, 2001) For Norma, the very frame of meaning that led to a compassion for the clients' predicament, the recognition of their barriers to sustainable work with such low English and educational levels, has with time transformed into further evidence of clients' lack of motivation. This process of relabeling clients' structural barriers to work (low English skills) as behavioral issues ("I would suspend all those folks") depicts the tenuous relationship between resources and schemas that Sewell (1992) describes. Norma's reversion to the "personal deficiencies" schema inherent in welfare reform (e.g., that clients are unmotivated and will not take jobs because of the lack of a work ethic, not because of the untenable characteristics of those jobs) illustrates the difficulties in maintaining hold of alternative schemas when all of the SSC resources are arrayed in service of the work and welfare stereotypes.
For Norma, her organizational position ultimately leads to her embrace of the dominant schemas about welfare recipients, even though these were rejected at first. Because her personal performance is tied to the successful placements, there is tremendous organizational pressure undermining her critical analysis of the program requirements; pressure that ultimately results in her later conversion to the underlying assumptions about welfare recipients. Her strategy mirrors the sentiment expressed by Sue who falls back on her larger commitment to the mandate of the program grants; like Sue, Norma decides that to "maintain [her] sanity," sometimes it is necessary to "put [her] sentimental feelings aside" and just get on with the job. The pressure to successfully mobilize clients according to the welfare reform guidelines, based on assumptions that staff may personally find problematic, can lead to pragmatic acceptance and even burnout. But, as the next section shows, these are not the only responses by SSC staff.
Program adjustments. SSC social service staff are caught between the organizational rationale (that any work is social service), which they are charged with implementing, and their concurrent goal to get clients' training needs met. Acting from the knowledge gained through access to client frames, social service staff made attempts to provide higher skilled training activities for welfare recipients in the SSC work sites; an effort to combine the soft skills clients were learning with tangible skills that could translate into real jobs.
The effort to alter training for welfare clients is hampered by the fact that the SSC businesses are used as training sites but also need to meet commercial goals. One occasion early in my tenure at SSC when discussing with Sue, the WtW program coordinator, the possibilities of restructuring the training in the SSC enterprises to better suit the higher skill levels of the welfare recipients being integrated into the sites, I asked, Interviewer: Doesn't the mission of the organization place the training needs over the business needs?
Sue replied with a certain amount of weariness in her voice, Sue: Well, tell that to Industrial Services. I think they would be very surprised to hear that.
Sue's weariness is echoed by frontline social service staff who attempted to make changes. As one SSC social service worker recalls, efforts to upgrade the training were often met with resistance or apathy from SSC business managers:
Regina: I think half the managers are ready to train, the other half just think WtW clients are lazy. I have to go in and talk to the managers, see if they will give clients more to do. . . . I tried, but I don't like to step on toes. The thing is they are not teachers, they are managers. They are worried about the customers. (WtW Vocational Counselor, August 30, 2001) Regina's quote implies that the content of the training itself is known to be insufficient for skill building ("clients [need] more to do") and also that the social service workers are in a relatively powerless position to change that situation ("I tried"). The business goals in this case come in conflict with the social service goals and, at least within the work sites, the business goals seem to dominate ("they are worried about the customers"). The position of social service staff in an organization that appears to privilege commercial goals over social service goals when they come into conflict over the content of training in the work sites inspired efforts to reconstitute social service program components through the establishment of "real job tracks" and a Career Advancement Center (CAC).
Real job tracks. In a recognition of the "double whammy" engendered by the confluence of welfare reform policy (with underlying schemas characterizing welfare recipients as unmotivated and inexperienced with work) and SSC's organizational rationale (that providing any form of work is a social service), SSC social service staff took tangible steps to set up what I call real job tracks from work training sites in the SSC businesses to employers in similar industries in the local market. These job tracks to local employers included specific recruitment of SSC program graduates training in certain industries and an on-the-job training class for whole cohorts of SSC clients ending in an accelerated interview process.
When they were successful, the real job tracks made the connections between soft-skill training provided in the SSC work sites and the jobs in the labor market. Because the SSC worksites (conducted in operating businesses with daily commercial concerns to worry about) did not appear to be amenable to change for training purposes, the SSC staff took action where they could-on the labor market side of the formula. The job tracks are an example of "agency" exercised by the social service staff rooted in the knowledge gained from access to clients' frames of meaning.
CAC. In addition to concern about the relevance of SSC training for jobs in the local labor market, Sue and her two supervisors also shared a real concern for the capacity of the labor market to provide for their clients and their families. Although the entire organizational rationale at SSC is based on the power of work to offer a "hand up," the SSC social service administrators repeatedly voiced concern about their role in transitioning this vulnerable population to the ranks of the working poor (Author's field notes, May 2001 , October 2001 , October 2002 . Based on these concerns, social service administrators at SSC used their positions to make adjustments that countered the limitations of the SSC training model.
The action that SSC social service staff took in establishing the CAC was deeply grounded in the knowledge that arose from their access to their clients' frames of meaning. The CAC offers evening classes for SSC program graduates who were already placed in an unsubsidized employment but want training for a second better job to make inroads toward launching a career. The evening training sessions are structured in a manner that demonstrates knowledge of the struggles of the working poor and specifically welfare recipients who are, by definition, also parents. The CAC sessions begin with a free hot meal for the participant and her entire family. During training sessions, the computer lab and child care center are open to provide activities and support for the rest of the client's family while they wait.
The creation of the CAC exhibits a creative transformation of the constraints in SSC's hybrid model through the particular forms of agency available to Sue, from her position and access to resources. She could not change the structural conditions of the labor market or the nature of the training in the SSC commercial work sites. But at the organizational level, she was successfully able to mobilize other resources (money) in service of these alternative schemas about work and welfare (that entry labor market jobs have restricted upward mobility). This form of agency exhibits one of the strengths of the organizational model; because the SSC is a nonprofit operating several businesses, the organization has the ability through its business revenue streams to arrange resources in service of schemas arising from the bottom up. Access to revenues generated by those businesses allowed the staff to launch a program directly addressing the labor market conditions that are largely unacknowledged in the social welfare policy. Toward the end of 2002, Sue related that they were struggling to find the matching funding to keep the CAC going but remained hopeful about the potential of the new center.
In both of these examples, social service staff, constrained by the rules (e.g., underlying schemas of welfare reform) and the patterns of resource allocation that flow from these rules (work first program templates), use their positions within the organization to make adjustments that acknowledge these constraints and attempt to counter them.
Discussion
This brief treatment of the SSC case is provided to demonstrate the potential for structuration theory to work as a micro foundation of NEI in organization theory. The NEI/S synthesis offers a mixed-level analysis incorporating (a) the origins of institutions, (b) their confluence with organizational structures, and (c) the agency of organizational actors. The promise of this synthesis is the ability to explore these multiple levels of analysis (institutional, organizational, and interorganizational) for a richer analysis at the level of focus.
For example, in the SSC case, the analyses provide deeper insight into the durability of the institutional logics in play. The underlying American cultural schema about the inherent value of work is an assumption of both the welfare policy and the SSC model for vocational rehabilitation. Other schemas introduced were (a) the plight of the working poor and (b) welfare workers as mothers. However, the deeply rooted American belief about the value of work remained dominant.
Employing the NEI/S analysis at the macro or mezzo levels, the SSC case analysis highlights the role played by the SSC organizational model in reinforcing these institutional logics. The businesses, SSC's primary organizational resource, were utilized as training sites based on assumptions about the power of work, any work, for rehabilitation. In the SSC model, commercial goals reinforced this rationale. This confluence of institutional logic and the organizational rationale proved to be a formidable structure resistant to the reallocation of resources based on different schemas (e.g., the need for relevant training in hard skills).
Placing the NEI/S lens at the micro level of analysis, the data also show that organizations are not spontaneously structured in relationship to the institutional forces in the broader organizational field but, rather, that these institutionalized structures are enacted by knowledgeable actors. Focusing on the frames of meaning of one group of organizational actors and the nature of their "agency" reveals the potential dynamism and contentiousness of the institutionalization process. As detailed in the mezzo analysis, social service staff were able to present the organizational rationalization for SSC's structuring of the WtW mandate with facility; however, the micro analysis highlights the increasing complexity of the firsthand knowledge social service staff gained through their positioning between management and clients within the organization. The NEI/S combined analysis is able to capture the contested nature of the process of reproducing work first patterns of case management and chronicle the agency that flows from the SSC actors' knowledgeability.
As suggested in the outline of the NEI/S synthesis, Fligstein's (2001) concept of "social skill" fits in quite well at this level of analysis. Social skill, said to be predicated on power and position and ability to persuade, is evident in the maneuvering of clients in the SSC case, who, though they had few resources, did manage to build support from the frontline staff for their alternative frames. This support ultimately led to the development of the CAC, which directed resources much more directly (than policy-based proscriptions did) at the specific challenges working parents face in the entrylevel labor market.
Employing the structuration concepts within the NEI organizational field framework at the micro level also highlights the potential rigidity of institutions and structures. Understanding agency as the ability to rearrange resources in service of alternative schema, and thereby alter structures, provides a lens through which to examine the deeper structural constraints in the SSC organizational model linking social service provision with business enterprises. The data show that within this organization, cadres of social service staff clearly understood the realities of the labor market, the crisis of the working poor, and the limited skill building offered at SSC work sites. Even so, examination of the agency of organizational actors reveals that social service staff were restrained in altering the patterns and processes of the training model in any deeply transformative manner. For example, the social service workers linked the existing forms of training to jobs in the labor market but were not able to alter the way that the SSC businesses (the resources) were utilized for training purposes. The business sites were not restructured to include a more dynamic range of training for the welfare client population, rather job tracks and a career advancement training center were added to enhance the training offered in the SSC businesses. It may be that because of the organization's reliance on business revenues, the social service staff were relatively less powerful than the business staff in the overall dialectic of control within the organizational setting.
However, as structuration theory suggests, the organizational structures that constrained these actors also contained the tools for their ability to address these constraints. For example, the limited training in SSC businesses, and the dominance of the business side within the organization, constrained the ability of social service staff to utilize work sites to better meet client training needs. At the same time, the businesses also generated sufficient unrestricted funds to launch a CAC, which directly addressed realities of the entry-level labor market not readily acknowledged in welfare policy. That said, social service staff continued to face field-level challenges in securing long-term funding for the CAC, as resources were not as widely available to support programs based on schemas related to the working poor; a direct contrast to the vast monies available for work first WtW programs.
In the SSC case, it can be argued that structure does prove to be both enabling and constraining, but it is also true that these two aspects of the organizational structure continue to simultaneously exist. A key finding of the analysis is that the acts undertaken by social service staff to reconstitute their environments, to set up alternative structures, were done primarily as ancillary, corrective measures. The business enterprises themselves and the patterns of behavior organized in service of the production function were not radically or even slightly transformed by staff and client actions. These patterns proved to be almost rigid enactment of structure that, although acknowledged and corrected for, were not in any way changed. The analysis does provide evidence for the central premise of structuration theory, that structure can be both constraining and enabling. However, it is important to note that the constraints were not directly transformed and the patterns of exploitation were perpetuated side by side the corrective alternative structures that arose to address them.
Conclusion
The emerging dynamism of sociological theory examining the interplay of agency and structure can be further enhanced, this article argues, through a synthesis of NEI with the theoretical concepts developed in structuration theory. This article argues that combining the NEI theory's organizational field framework with central tenets of structuration theory extends the reach and depth of each theory in two key areas.
First, mapping NEI onto structuration theory provides the conceptual tools for an analysis of the process of institutionalization in action from the standpoints of different actors within the organization-addressing a major gap in NEI theory. In the case presented, incorporating Sewell's (1992) definition of structure as ("virtual rules or schemas directing actual resource flows") allows one to examine how the schemas of welfare reform, imported from the organizational field and institutionalized into formal organizational structures within SSC, are strategically engaged, rejected, and sometimes transformed by one set of organizational actors from their position within SSC. The micro analyses of the dynamics of actors within an institutionalized organization reveals that these groups of actors, although enacting and perpetuating the institutionalized structures imported from the organizational field, are also active agents, interacting with and reconstituting the structures that surround them.
Second, NEI's well-developed theory of institutions and organizations pushes structuration theory's central claim that structure is both enabling and constraining by introducing more fully the role of powerfully constructed institutional schemas and their embodiment in formal organizational structures. Utilizing the NEI organizational field frame in conjunction with structuration theory contributes important tools to understanding the dialectic between agency and structure. Structuration theory posits that structure is both "enabling and constraining" and that structure is virtual until enacted. Applying concepts from both NEI and structuration literatures to the data from the case study of SSC underscores the importance of a refined analysis of (a) the temporal and spatial nature of institutions (where schemas originate, what form they are encoded in, how deeply or widely held they are in a given culture or society) and (b) the positioning of actors for analysis of the resulting shape of their agency.
Finally, the synthesized NEI/S analytic framework contains the tools to conduct theoretically refined mixed-level analysis. Neither structuration theory (Giddens, 1984) , nor concepts of "social skill" (Fligstein, 2001 ) and "scripts" (Barley & Tolbert, 1997) alone, emphasize as clearly the role of organizations in structuring the agency of different social actors. For example, this case highlights the crucial role that organizational forms can play in (a) encoding institutional schemas into rigid structures that mobilize actual resources, (b) differentially enabling and constraining groups of intraorganizational actors, and (c) providing resources for launching alternative structures.
NEI organization theory on its own does not contain the conceptual tools to peel back the black box of the organization to look inside at the negotiations among groups of organizational actors as they struggle with the institutionalized structures imported from external organizational fields. As this study suggests, there is quite a story to be told by illuminating the organizational setting more fully, looking not just at the iron cage of rational organizational structures but also at the activities of the different groups of people inside, shaking the iron bars.
